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Employees are the most important asset of an organization as they are the ones that 
decides the success or failure of the organization. Apart from this consideration, leadership style 
is also expected to play a significant role in determining the employees’ engagement. This study 
is intended to investigate the relationship between of leadership styles, particularly the 
relationship of transformational, transactional and laissez-faire leadership style and employee 
job engagement. Total of 200 sets of questionnaires were distributed to the employees of the 
service logistic company and 161 sets of questionnaires successfully being collected from the 
respondents. Descriptive analysis used to understand the respondents demographic information 
otherwise inferential analysis used to discover the relationship between independent variable 
such transformational , transactional and laissez-faire leadership style and dependent variable 
which is the employee job engagement.According to the study conducted, transformational 
leaders are those “outstanding” individuals that have the ability to obtain their employees’ job 
engagement, intellectually boost them and strategically drive them with the vision and mission 
of the organization. In adverse to this, is transactional leadership which is basically an exchange 
relationship between the leader and employee whereby the leader exchanges rewards and/or 
incentives for performance has no relationship with employees job engagement. Meanwhile, 
Laissez-faire is the less frequent leadership style that has the greatest negative effect on 
employees job engagement. Employees were found entirely disengaged when Laissez-faire 
leadership style being projected.Besides that, this study added to existing literature by channeling 
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The section includes the explanation about background of this study, the problem of the 
statement, research questions, research objectives, significance of the study, scope of 
study, definition on key terms, and organization of thesis. 
 
1.2 Background of the Study 
 
The intention of this study is to understand the relationship between leadership 
style and employees’ engagement in a service logistics company in Bayan Lepas, Penang. 
Thus, to develop and withstand a competitive advantage by the organizations in today’s 
global economy, studies related to leadership and the influence it has on employee 
engagement is being more important progressively. (Macey & Schneider, 2008). 
Leadership known as “the art of influencing people so that they will strive 
willingly towards the achievement of goals” (Igbaekemen, 2014). Leadership holds a 
vivacious part in conceiving an exhilarated atmosphere and beliefs in an organization 
(Alghazo & Al-Anazi, 2016). Hurduzue (2015) says that appropriate leadership style able 
to support the development of each organization’s associates. In accordance to Skoogh 
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UNIVERSITI UTARA MALAYSIA 
COLLEGE OF BUSINESS 
 
Research Topic: THE EFFECT OF LEADERSHIP STYLES ON THE EMPLOYEES JOB 
ENGAGEMENT IN SERVICES LOGISTICS SECTOR 
 
Dear participant,  
 
I am a postgraduate student studying Master of Management at University Utara Malaysia (UUM). I am 
currently conducting a research project as a part of the requirement to complete my master program. The 
aim of this research is to identify the effect of leadership styles on the employee’s job engagement in 
services logistics sector. 
 
Your cooperation and support is needed to complete this questionnaire, which takes about 15 minutes. 
No information that identifies you personally will be revealed. Your participation will be anonymous and 
all the information will be kept confidential and for academic purpose only.  If you have any questions or 
would like to have further information regarding this research study, please do not hesitate to reach me at 
the contact given below.  
 
Thank you once again for your precious time and assistance.  
 













NAME ID CONTACT NO. 





Section 1 – Demographics 
 
1. Gender: 




3. Educational level: 
 High School  Diploma         Bachelor’s Degree        Master’s Degree           PhD 
 
4. Years of service: _______________ 
 
5. Job position: 
Operation Assistant       Supervisor        Executive        Assistant Manager           Manager 
 
 
Section 2: Multifactor Leadership Questionnaire Rater Form (Form 5X)  
 
This questionnaire is used to describe the leadership style of the leader as you perceive it. Answer all items on 
this answer sheet. Please answer this questionnaire anonymously. Thirty-six descriptive statements are listed 
on the following pages. Judge how frequently each statement fits the person you are describing. Use the 










SD D N A SA 
1 Instills pride in me for being associated with him/her 1 2 3 4 5 
2 Goes beyond self-interest for the good of the group 1 2 3 4 5 
3 Acts in ways that builds my respect 1 2 3 4 5 
4 Displays a sense of power and confidence 1 2 3 4 5 
5 Talks about his/her most important values and beliefs 1 2 3 4 5 
6 Specifies the importance of having a strong sense of 
purpose 
1 2 3 4 5 
7 Considers the moral and ethical consequences of decisions 1 2 3 4 5 
8 Emphasizes the importance of having a collective sense of 
mission 
1 2 3 4 5 
9 Talks optimistically about the future 1 2 3 4 5 
10 Talks enthusiastically about what needs to be accomplished 1 2 3 4 5 
11 Articulates a compelling vision of the future 1 2 3 4 5 
12 Expresses confidence that goals will be achieved 1 2 3 4 5 
13 Re-examines critical assumptions to question whether they 
are appropriate 











1 2 3 4 5 
87  
14 Seeks differing perspectives when solving problems 1 2 3 4 5 
15 Gets me to look at problems from many different angles 1 2 3 4 5 
16 Suggests new ways of looking at how to complete 
assignments 
1 2 3 4 5 
17 Spends time teaching and coaching 1 2 3 4 5 
18 Treats me as an individual rather than just as a member of a 
group 
1 2 3 4 5 
19 Considers me as having different needs, abilities, and 
aspirations from others 
1 2 3 4 5 
20 Helps me to develop my strengths 1 2 3 4 5 
21 Provides me with assistance in exchange for my efforts 1 2 3 4 5 
22 Discusses in specific terms who is responsible for achieving 
performance targets 
1 2 3 4 5 
23 Makes clear what one can expect to receive when 
performance goals are achieved 
1 2 3 4 5 
24 Expresses satisfaction when I meet expectations 1 2 3 4 5 
25 Focuses attention on irregularities, mistakes, exceptions, 
and deviations from standards 
1 2 3 4 5 
26 Concentrates his/her full attention on dealing with mistakes, 
complaints, and failures 
1 2 3 4 5 
27 Keeps track of all mistakes 1 2 3 4 5 










1 2 3 4 5 
29 Fails to interfere until problems become serious 1 2 3 4 5 
30 Waits for things to go wrong before taking action 1 2 3 4 5 
31 Shows that he/she is a firm believer in 
“If it ain’t broke, don’t fix it.” 
1 2 3 4 5 
32 Demonstrates that problems must become chronic before 
taking action. 
1 2 3 4 5 
33 Avoids getting involved when important issues arise 1 2 3 4 5 
34 Is absent when needed 1 2 3 4 5 
35 Avoids making decisions 1 2 3 4 5 
36 Delays responding to urgent questions 
 



















Section 3: Utrecht Work Engagement Scale (UWES-9) 
 
The following statements are about how you feel at work. Please read each statement carefully and decide if 
you ever feel this way about your job. If you have had this feeling, indicate how often you feel it by crossing 
the number (from 1 to 6) that best describes how frequently you feel that way. 
 












0 1 2 3 4 5 6 
Never A few times a 
year or less 
Once a month 
or less 











 AN R S O VO A 
1 At my work, I feel bursting with energy 0 1 2 3 4 5 6 
2 At my job, I feel strong and vigorous 0 1 2 3 4 5 6 
3 When I get up in the morning, I feel like going to work 0 1 2 3 4 5 6 
4 I am enthusiastic about my job 0 1 2 3 4 5 6 
5 My job inspires me 0 1 2 3 4 5 6 
6 I am proud on the work that I do 0 1 2 3 4 5 6 
7 I feel happy when I am working intensely 0 1 2 3 4 5 6 
8 I am immersed in my work 0 1 2 3 4 5 6 































Appendix 2: Pilot Test Results 
 




























































(ii) Transactional Leadership Style 
 
 





























(iii) Laissez Faire 
 
 
































































































(ii) Transactional Leadership  
 

















(iv) Employee Job Engagement 
 
 


















                          
 
